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The Law: Key Components

Personnel System Reform Act of 2002:

e Collective Bargaining
— Contracts effective 2005

e Civil Service Reform
— Effective in 2004 & 2005

e Contracting Out
— Provisions effective in 2005
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- Benefits of Reform o2

* Modernizes State’ s human resource practices

— Allows for creation of personnel system that is fast,
fair, flexible, adaptable, and easy to use

— Creates performance-based human resource practices
 Streamlines classification system

— Supports performance management

— Permits effective recruitment, hiring, retention, and
termination of employees

— Reduces the number of job classes




- Benefits of Reform corz

 Streamlines classification system (cont.)

— Gives agencies flexibility to develop and deploy
staff resources to meet changing business needs

— Enhances mobility and career advancement
opportunities for State employees

 Provides for effective, meaningful collective
bargaining

 Allows for cost-effective contracting out




- Payroll/Personnél
- Computing System | ssues

 The existing system cannot support Civil Service
Reform and Collective Bargaining

« Systems are unable to support modern human
resource practices and changing needs of State
government

 Personnel/payroll systems are complex, labor
Intensive for end-users, and at risk

o Complexity, cost, and risk of systems increase
with every modification

e Thereis afundamental lack of information on the
State work force
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1977
1979

Consolidated Personnel,

« Add DNR Payroll

« Integrated Employee
Insurance Benefits

* Recruitment and
Selection System

* Leave System

+ Savings Bond

(EFT)

« Employee Direct Deposit
Electronic Fund Transfer

1981
1982
1983 +—
1985 ¢

« Introduce On-line Entry
Functionality and Lag Payroll

* Higher Ed. Migration from

Personnel/Payroll System

* Tax Deferred
Contributions

Program

. Federal/State Law,

State Policy

« Comparable Worth
* PERS 2 Dishursement
* On-line Training System

« Semi-monthly Pay Cycle

+ Deferred Compensation

+ OASI Medicare

* Retirement Reimbursement
« Career Executive Program

1989 ¢——

~
[ee)
o))
—

1988
1990
1991
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« HCA Insurance Eligibility
System

« Dependent Care Program

« Added DOP Payroll

+ Fair Labor Standards Act

« Taxable Fringe Benefit

« Information Center (ad hoc
reporting)

« Added DOT Payroll

Retirement

Payroll

. Agency project driven by business need and/or technological trend

« Shared Leave Program

+ OASI/Medicare Reporting
Changes

+ Added Marine Division

+ Added State Printer
« Vanilla Project (DIS)

« Retirement Worklist System
+ DRS Transmittal System
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1994
1996
1997

oH
+ Washington Management
Service
+ Combined Fund Drive
« Affirmative Action Codes
Expansion

* L&l Leave System

* DRS PERS Lump Sum

* HCA Insurance Accounting
System

« Section 125
*TRS Plan 3

nificant Payr oll/Per sonnél
stems M odifications

« Taxlink (federal taxes)

* Expand Shared Leave

* Generic Payroll Feed

« Federal w/h Tax Reporting
—EFT (SSA, IRS)

« Year 2000 Project, Stage 2
+ Added Liquor Control Board
Payroll

1999
2000
2002
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« Deferred Compensation
Program Migration
* Year 2000 Project, Stage 3

* Year 2000 Project, Stage 1

« Generic Training Feed

CSR/CB
2003-2007

Implementation
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- Risks of Doing Nothing

o Cannot implement the law
* | naccurate paychecks

e |nability to process salary increases, including
collectively bargained salary rates/schedules

« Continued labor intensive work arounds for
payroll/personnel end-users

 Continued redundant personnel systems

 Lack of fundamental management information
on State workforce

 Lack of fundamental legidlative information



- Feasibility Study

Direction and Approval by the Enterprise Strategies
Committee:

Marty Brown, Director, Office of Financial Management — Chair
Gene Matt, Director, Department of Personnel

Wolfgang Opitz, Deputy Director, Office of Financial M anagement
Stuart McKee, Director, Department of Information Services
Gary Moor e, Director of Labor Relations

John Charles, Director, Department of Retirement Systems

Martha Choe, Director, Community Trade and Economic
Development

Rob Fukai, Director, Department of General Administration
|da Zodrow, Administrator, Health Care Authority






- Needs Assessment
Requirements Definition

e |nterviews. managers, legislators, and
egidative staff

 Focus groups: human resource professionals,
Including Personnel/Payroll Office Council
Members

o |dentified 341 requirements for Personnel,
L eave, and Payroll systems

133 requirements necessary to implement the
law In"03-"05 biennium
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= Alter natives Considered

« Modification of existing mainframe systems

» Replacement of existing systemswith a
Human Resource Management System (HRMS)
software package

e Combination of mainframe modification and
HRM S Software package replacement
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- Selected Alternative;
- Replacement with Softwar e Package

Rational e

* Meets CSR/CB reguirements for 2003-05
* Meets CSR/CB reguirements for 2005-07
 FHexibility to meet unidentified requirements

 Supports modern payroll and personnel practices
and federal reporting requirements

» Best value (user efficiency; systems
mai ntenance/cost)

* Most manageable risk of the 3 alternatives
reviewed

e |sconsstent with State’ s financial systems
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- HRMS Package—Major Features

Human Resources

= Organizational development
= Compensation

= |ncentive management

= |nformation collaboration Personnel
Payroll I = Training and employee
= E-Pay development

= Time and labor S SRS
= Performance management
= Attendance management _
: » Resume processing
= Legal reporting .
Enterprise
Human

Resource
Management

System
\ Benefits

= Flexible spending accounts

Workforce Analytics administration

. Workl-fqrce cost planning and * Employee benefits enrollment
simulation = COBRA and retiree benefit

= Work-force management tracking

= Balanced scorecard = Maintenance of benefit plans

Employee and Manager
Self Service
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- Benefits of New HRM S o2

| Intangible, tangible benefits (benchmarking)
 « Timely, accurate paychecks

e Reforming civil service

 |mplementing collective bargaining

 mproving information for policy and
management decisions

» Reduction in costs for external systems
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- Benefits of New HRM S ¢o2

e Hexibility to implement legal and business requirements
 Streamlining payroll and personnel business processes

 Eliminates redundant data entry of basic employee
Information

o Centralized, electronic leave system

« Employee and manager self-service for information and
transactions

 I[mproving morale and productivity of human resource
professionals
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- Coslts

H

__—___.
e Development: $40.7 million

e Financing
— Approximately $10 million through DI S rebate
— Balance through Certificates of Participation or Bonds
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= Proposed HRM S I mplementation

January 1, 2005 (Phase 1)
e Personnel

e Payroll

e _eave
2005-07 Biennium (Phase 2 and 3)
* Employee and Manager Self-Service

* E-Recruiting
e Traning
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 Performance Management
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- Next Steps

o Select quality assurance consultant
» Secure package selection consultant
 Refine business requirements

* |ssue Request for Proposal to obtain proposals
from system integrators and HRM S vendors

e Select system integrator/HRM S package
» Obtain legidative authorization

« Begin implementation
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